. is already a heavy drain on o
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to' have to

deposits ontime and
pay the penaltieson top really creates
a finangiat'burden on small business.

Huntington Beach, Calif., owner

f(a plumbing combany writes:
In te-yearstirs been in business,
I have almost wnhout exceptisn received
each and every quarter a notice from the
IRS that & penalty is due orf my account
... each and every tizne-T have to rework
the figures to proye-the IRS incorrect. The
problem I find-If talking to business people
like myse 1s that they have little or no
officestaff and wind up paying the penal-
ties dye to a lack of time to check them ocut.

A Breakville, - Ohio, businessman
wrote simply: -

If social security taxes are ad) m the
future, we may be forced out of bysiness. It
cash flow
per month and it is very.comfinon for us to
fall behind in our payments and end up
paying ridiculous pefialty and interest for
doing so. It simp
our work is
on the {3
time so Ynat we may meet our obligations.

Furthermore; codification ' prevents
the IR _ issuing rules which
would further accelerate deposits- to
meet government needs. In 1980, the
IRS increased the frequency-of depos-
it by business from fo
up to eight time
business. Thj
without a2

Fina
‘year pgriod beginning at the date of
this prp osal’s enactment reveal only
marginal™Nasses in socml security and
general revenue :

gone in credit and we must rely

2 month for large
lncrease ‘was -enacted
thigle act of Congress.

Mr. Presxdent this bittmerits qulck :

hearings and early ena.ctmen or the
sake of small businesses and fyr-the
sake of American economic refovery.
Let me point out that this ot a con-
troversial bill. An - idenfical amend-
ment earlier passed~the Senate by a
vote of 96 to 0 unng the soc1a.l secu-
rity debates:

Mr HATCH
S. 899 A bill to amend the Int.erna.l
Reverue Code of 1954 to permit cer-
tain scientific or educational organiza-
tions to isstie—tax-e
hance scientific or educat

iQnal faciii-

ties or eqmpment t.o the Co m ttee-

on Finance,
scxmmcmu 3

¢ Mr. HATCH, Mr7 P

Ueducing the

OF 1983

Scientific Research Act
of 1983, which will simplify section 103
of the Internal Revenue Code.of 1954,
S0 that R
be sble to use—debt-financing as .
Means of improving
znd tec‘mologlcal research dapacity.

t has been estxmated at, at the
Df§ent time, researolf” facilities and
*Quipment which-fte critical to basic
Tesearch in W-S. institutions of higher
education ag 10 years behind the in-
Strumenthtion in European and Japa-
Rese universities—Rerejgn institutions
bave been able. to improve~anad expand

eir research eqmpment g a pace
- Wmore consistent with

~only limited funds in

§ cannot.be helped as all of -

of our customers to pay us on" yron js hot. Debt-financine

ifnes a month .

‘terred others from
¥, revenue estimates for a 10- s

empt bonds to fi--

. ment and facilities
. -educatipned

esident, I am in--

.their ability to
-research, Tax-exemptin

ersities and colleges may..

ir - scientific ..

" research- equipment.

. advance-
Rents in scientific me unng and com-+
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put g technolog:es than U.S. inst.icw
tions:v<—
Today, umvers:txes and |

¥e versxty bud-
gets, endowme V7%
grants, apd
equipgae
laritg

ontracts to acquire new
. But, because of the irregu-

any, improve-

turned to debt-financing as a fneans of

upgrading their research gbiffties. -
Debt-ﬁnancing is th e-lisé of debt in-

struments, suc sa.bond or a note, to
acquire equ ment for immediate use.
This form of/fmancmg offers ‘several

advan agw First, since scientific prog--
ress does not stop and wait for.a Gov-.

ernment equipment grant, which may
or may not arrive
g - and
management that allows-tis
ty to use the equipment and)facilities
immediately and to.strike Avhile the
would pro-
vide instrumentatign
low cost, beca -exempt interest
rates are.gem€rally lower than the in-
flation rate;-so that even while includ-

‘ing ingérest costs, "the--equipment zs

being fcquired at a lesser cost.

Although debi-financing ‘has proven
advantageous to some ‘institutions, it
also has complications that have de-
1sing this method
of fma.ncmg the p e of equip-
ment.’ For instance, instPaments of
debt-financing, such as revehue and
municipal bonds and revolving lines of
credit, are so involved and difficult to
implement as to require fhe¢
and counsel of investarént bankers and
legal tax-experts” This bill seeks to
simplify these complications and im-
pediment§ and this means of procur-
ing expensive, though badly needed,
scientific instrumentation.

This b will make debt-financing

. ‘more feasible for America’s universi--
d-he achieved by simpli-

ties. This wo
fying section 103 olthe Internal Reve-
nue Code of 1954 such that interest on
the obligations of colleges\ universi-
ties, and not-for-profit scieplific orga-
nizations for the acq 16n of equip-
or scientific or
purposes will be tax-
exeprbt. If our educational institutions

-can\gcquire state-of-the-art instrumen-

tatiom~aur Nation will benefit through

conduct state-of-the-art

financing for scientific equipment will
provide an important catalyst for the
investment in university earch.

. Colleges and universities need the fi-
nancial gptiths that can aid them in
increaging their research capabilities
as- weN &as in educating men ‘and
women In~seience and engineering who
should be capable-ef-handling modern

positive impact o
method enceu
nificant d

support | th

e ' financial

aged by this bill is sig-

d I hope my coneagues will
E€gIsTation.e

ByMr CRANSTON’

leges have .

7 and Government-

d unrehabmty of these funds, -
. theré~has-been 8
_ment. Thus, several univers jies - have

debt-fimancing is a"
-method ~of financial™~plapni _
universi-

at a relatively .

assistance

erest on debt-

he potential
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Wyment opportunity laws and dir-
ectives so as to promote pay equity
and eliminate wage-setting practices
which discriminate on the basis of sex,
race, or ethnicity and result in discrim-
inatory wage differentials; to the Com-
mittee on Labor a.nd Hu.man Re-
sources.

Mr. CRANSTON Mr. Presxdent I
am today introducing S. 1900, the pro-
posed “Pay Equity Act ¢f 1983.” This
legislation is aimed at helping bring an
end to what is one of the most devas--
tating economic probiems facing mil- -
lions of American women and their

families and one of the most pervasive: ' "
forms of employment. discrimination -
in our society—the refusal :of many - -

employers in both the public and pri--.
vate sectors to pay female employees . -

fair and equitable wages for the work.: -

they perform.

" Mr. President, this type of dxscmm : '
nation against female employees has . -

persisted despite the existence of ap-
plicable. State and Federal laws and-
directives and court decisions outlaw-
ing gender-based wage discrimination.
Unfortunately, the existence of these

.laws and court decisions has not been

translated into - elimination of these
uniawful practices. What ‘is clearly
needed is a strong nationsl commit-
ment -to ending once and for all the -
practice of paying certain employees
lower wages because those employﬂs -
are female. . -

The- Iegxslatxon X a.m lntroducmg
today is aimed at compelling those
Federal agencies responsible for en--
forcement of our Federal equal em-
ployment opportunity laws to begin an

. agegressive campaign to enforce these

laws and help bring about an end to
wage discrimination. - - -
R THE PROBLEM. THE WAGE GAP . .
Mr. President, I am sure that every
Member of this body is acutely aware

~of the enormous gap between the aver- -

age earnings of female workers and
the average earnings of male workers.
Today, full-time female workers earn -
59 cents for every dollar earned by
similarly . situated -male - workers.
Indeed, in recent years the earnings
gap between men and women has not
declined, but, in fact, has widened. In
the 1950’s, full-time female workers
earned .64 cents on the average for:
every dollar earned by a full-time male

worker. The gap is even wider today--_ .

for minority women; the ratio is 54 -

percent for black women and 49 per-. .

cent for Hispanic women.. - :
The disparity between the average

_wages earned by female workers and

those earned by male workers exists
today in every profession, occupation,.
or field of employment and at every
level of experience. It persists in male-
dominated fields. It persists in female-
- dominated fields. It persists in the new
occupational fields that have not yet'
become sexuany st,ereotyped. -
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1ot attendants are considerably higher, =
than the wages paid to State clerical -
employees. A siudy ia San Jose, Calif.,: 3
found the salaries of librarians below =%
those paid to street sweeper operators.-
In each of these examples, one dif-
‘ference emerged: the higher wages 7§
were pai@ where empioyees were pre-’

S 13095

For example, female engineers eixpd other than sex. For example, employ-
only 86 percent of the salary of male ers have argued that the willingness of
engineers; female college . professors female workers to work for lower
and lawyers recsive only 71.percent of . wages constitutes a factor other than®
what their male counterparts earn. Al--sex which would jusiify setting their.
though 60 percent of the retail salesNWages below those of male workers
clerks are female, they earn only (S'Z.d who would refuse to work at the lower
percent of what male clerks earn.; wages. Fortunately, for the most part,

Average starting salariées for female:
Harvard MBA's are reported to:be’
$2,000 less than those paid to male
MBA's. Entry level male college:lectur-
ers average $13,577; femaies, $11,370.
Sex bias in wages has even appeared in
the computer field. In. 1981, the
median weekly pay for female comput-:-
er operators was $355;:for males, $488.°

Mr. President, the overall wage gap
has been closely and repeatedly:stud-
ied by researchers. Variables-such as
attachment.to the work force,‘level of
experience, - education, - job commit-
ment, and similar factors have been -

- exarnined . in - various- studies. These-

studies attempting to explain the dif-
ference in earnings between male and
female workers have been able to ac- -
count{ for generally- less than one-
fourth and never more than one-half .
of the earnings differential on the.
basis of different labor force particips~
tion patterns of male and female work- -
ers. Virtually every researcher has
concluded that there remains a large
gap which can be explained omly by
the existence of mscrmnatory em-
ployment. policies..

PAY EQUITY. EQUAL PAY AND OOKPARAB!.! PAY

Mr. President, two distinct forms of
wage- discrimination contribute to the:
earnings gap. The first involves the
problem of equal pay for equal work.'
The second involves -the problem- of -
comparable pay for work-of compara»
ble worth. :

The ﬁrst—-equal ‘pay for - equal
work—is-- relatively ‘simple to under-
stand and . has clearly been unlawful
since the passage of the Equal Pay Act-

. .in"1963. That law provides that it is

unlawful for an employer to discrimi-

" nate between employees on the basis:

. of sex by paying lower wages than
" those paid to employees of the other .
. sex for equal work. Prior to the enact--

ment of the Equal Pay Act, many em--

- ployers- openly paid female workers’
- lower wages:for performing the. sa.me

~

work as male workers, -
-~ Unfortunately, this pa.rct.ice contin—»
ues today, albeit in more subtle forms. .

. Employers no longer argue—as  they -

did prior to 1963—in favor of lower
pay for female workers on the grounds-
that women nieed less than male work-.

ers. Instead, they develop creative ra- -

tionalizations for paying women less .
than men for substantially identical
work. The Federal Equal Pay Act actu-

ally encourages. this creativity since it -
provides four defenses which an- e€m- -

ployer may raise when a violation of .
the act has been alleged. The fourth:
defense—tlmat the discrimination was.:
based . upon a-factor .other than sex—-
invites employers . to develop -argu-.

‘the courts have -rejected these thinly
disguised discriminatory practices.

It is clear, however, that although it
has been 20 years since passage of the

‘Equal Pay Act, equal-pay for equal

work has not yet been fully achieved.
Indeed, even more vigorous. enforce-
.ment activities are needed today. to
deal with the more subtle and devious..
tactics used to justify contmumg viola-
tions of the act.

dent, it is generally = N : v
But, Mr. President, g y' elimination of wage disparities based

agreed that denial of eqyal pay for.
equal work is pno longer the major:
factor contributing to the earnings-
gap. The major factor today is the
concentration of female workers in a

“limited .number of job classifications

where the wages are lower than the
education, training, skills, experience, .
effort, responsibility, or working con-
ditions reqguired would otherwise war-
rant. The primary reason the wages

-are lower in these jobs is because toey

are filled predominantly by women.
This problem, often referred to as the.
comparable worth issue, must be dealt.
with forcefully if we are ever to.

! achieve equitable pay for all workers. ..

COHJ’ARABLE PAY POR WORK Of‘ COMPARABLE
. WORTH

Mr., Presment the concept of compa.-
rable pay for work of comparable
worth stands for the relatively simple.
notion that the wages a worker earns-
should be based upon the value of the

" work performed, not the sex of the

employee. Unfortunately, it is widely
recognized that the wages paid in Jjobs
and occupational fields dominated by
female workers are lower than the.

wages paid in those jobs and occupa-.

tional fields dominated by male work-:

-ers that require comparable education,

skills, training, education, effort, re-.
sponsibilities, and working conditions.. -

In the now classic case of Lemons V...

‘City and County of Denver, 620 F2d.

228 (CA 10), the nurses-in the city .of

Denver public hospitals are paid less.
than the men who trim the trees in
the city parks, not because of any.
greater -intrinsic " value. of the work
done by the tree trimmers or greater
difficulty in finding individuals to trim
trees, but simply because tree trim-
mers are predominately male and the
nurses are predominately female.

There. are many oiher examples of

this type of inequity. In Montgomery
County, Md., clerks in the county-op-
erated liquor stores were reported to
earn more in 1979 than teachers in the"
county schools. Secretaries at the Uni-
versity of Washington in Seattle with

2 years’ experience were paid between -
$847 and $1,085 while university. truck :

drivers received a starting salary of

dominaiely male and lower wages were
- paid where employees were predomi--
nately female. In many cases, the em-

system gave the male-dominated jobs’

. jobs—the fact is that different.jobs are-

-Employment - Opportunity - Commis-

. workers, -once not only prevalent but:

- women and to- devalue the work per-

ployer’s own numerical job-evaluation

and the female-dominated jobs similar 32

ratings; the wages Yor the female jobs
“were nonetheless set lower than t.he
maledommated jobs. P

Mr. President, these. who 'OppOsE”. | =

tpon the devaluation of work that is
performed predominately be femsle =
workers make. three basic -arguments’.
in oppeosition to these efforts. First, - -3
they. argue -that it is impossible to-
compare different jobs and -establish
their relative worth. Second, they con- =
tepnd it is not discrimination, but the- .
invisibie and neutral hand of the mar—
ketplace at work -in -creating these:
wage . disparities. Third, and finally;-
they argue that.even if it is discrimi-
nation, the cost of eliminating the ip-
equities would. be too great. Each of.
these arguments has an- mherent- .
weakness.. )
First,. with mpea to the so-mlled
apples-ang-oranges - argument—that- .
you cannot compare different types of -

compared all the time by employers in-
establishing wage rates. Objective job--
evaluation techniques have existed for-
many years, and they are widely used-
by employers .in both the pubiic and’
private sectors. The National Academy -
of Sciences’ Commiitee on Occupa-~-
tional Classification and Analysis in its-
important study, “Wemen, Work, and
Wages: Equal Pay for Jobs of Equal
Value,” commissioned by the Equal -

sion, noted the widespread use of such
JOb evaluation plans. As I will discuss-
in a few morments, these job-evalua-:
tion techniques provide an objective”
method of. determining the value of °
different jobs and =& promising ap-
proach to eliminating discriminatory-
wage-semng pracues and wage dxﬁer-=
entials. L &
Second, the short a.nswer t:o the ar--
gument that it is the marketplace, not- -
discrimination,- that determines wage-
rates, is that'the so-ealled free market- '
place has been radically altered by the
presence of discrimination. Historical
wage discrimination against female-

ecceptable, continunes to- distort the
marketplace to depress the wages of -

formed by women. Only in the past 20
years has it become unacceptable—le-. -
gally: and -otherwise—to pay women:

ments .that the apparent discrimina~. $1,168 to $1,289. In New York and Wis-
tion is actually besed- upon-a factor: consin, the salaries tor_St.ate parking

[NEN

" less than men for precisely the same’ -
-work: or to exclude women from- cer-:

‘»\‘
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" tain jobs or occupations. The effects

of this de jure discrimination against

female workers were built into most
wsage structures, and these effects con-
tinue to be felt.: : . . :
Moreover, our Nation has already
made the decision &s & matter of social
policy that workers will not be left to
whatever fate the free market resolves
for them. Protective.labor laws do not
- permit employers to pay workers less
than the minimum wage, even though
- some desperate workers might work
- for less, nor do they allow employers
to set wages lower for minority work-
ers, -even though high unemployment
‘rates among many minority groups
. might drive some of these workers to
sccept lower wages. 2 S
~ In short, a civilized and humane so-
ciety does not countenance the exploi-

law ageinst unfair exploitation. " .-
- —¥inally, the arguments that elimi-

stroy the economy .and cost billions
- and billions of dollars are vastly exag-
gerated. First, many of these estimates

\tain portion of the gap—between one-
fourth and one-half—is probably sat-
tributsble to nondiscriminatory fac-
tors, including differences in female-
worker labor-force participation pat-
terns. Second, as to that portion of the
wage gap that is attributable to dis-
criminstory practices, it is not antici-
. pated that the resulting inequities
could be ‘eliminated over night. Even

eliminating wage inequities, the task is

"Indeed, in the 20 years since passage
--0f the Equal Pay Act, those inequities

of full pay equity is likely to
al and incremental. - |

Finally, whenever the

be gradu-

2" ber that the costs of pay inequities are
=>glready being borne by the underpsaid
-r-+ workers. The price is being paid by the
<. increasing feminization of poverty and
~the cost of government sassistance to
those underpaid -workers and their
families who cannot survive on the
wInesger wages produced by discriminsa-
=tory employment practices. Society is

=ing when ‘workers are denied fair
wages, |

¥ IMPORTANRCE OF RESOLVING THE COMPARABLE .
e R T WORTE PROBLEM

lem, we should be focusing our atten-
ons on eiiminating the earnings gap

ontraditional, male-dominated fields
where the wages are likely. to be

s

‘higher and the advancement opportu-
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Bennett amendment to title VI limit-
ed its coverage to only those instances
of wage discrimination which would be
covered by the Equal Pay Act: Others,
noting the broad purposes of Congress

nities more open. - RS
. I believe we must do both. '

I have been among the foremost ad-
vocates of opening up every occupa-

‘tional or professionsal field to women. in enacting title VII, argued that an -

The barriers- which -have blocked employer violated title VII when the *
women seeking to enter male-dominat-- wages of female workers were set
ed fields must be eliminated. Our edu- below those paid to male workers even
cational systems must be encouraged though the jobs were not identical. .
to do 8 better job in preparing young e jssue was definitively resolved in
women for the world of work and edu- ¢h¢ Jandmark decision of the Supreme
cating them about the jobs that Will- court in Gunther v. County of Wash-
be emerging out of the new technol- ;.51 452 U.S. 161 (1981).-In Gun- .

ogies. Their horizons should.not be  her the Supreme Court held that it
limited in any fashion by sexist stereo-. g,,14 pe a violation of title VII for an

- tation of its workers. Women, like -
. other classes of vulnerable workers,: -

ere entitled to the protection of the- the oppotunities for advan ent liro-’

" ited, it is important to recognize that’
. nating the wage difference would de-

sre based  upon elimination of the .
entire wage gap. The studies I-men-.
tioned earlier have found that a cer--

_good teachers as well s good nurses,

types about what is or is not an appro-

priate field of employment for women
. or by false perceptions about the work .

force., - . .. R
. But at the same time that we are.
seeking to break down those barriers

which have kept many women in job .
ghettoes where the wages are low and

the work performed in many of these

 female-dominsated fields is important

both to our economy. a&nd to our soci-
ety. If we force our creative and tal-
ented teachers to leave our schools in
order .to get adequate compensation,
or our Nation’s nurses to all become |
doctors in order to gzin the recogni-
tion and compensation they deserve,
what would happen to the quality of
our schools or our hospitels? We need
regardless of their sex. S
Moreover, Mr. President, whatever '

‘types.

employer to set the wages of female

workers -below -the value determined . -

by the -employer's own objective job '

" evaluation while setting the wages of

male workers -at the full value. The
Court correctly concluded -that Con-

gress intended title VII to prohibit all -

practices in - whatever form -which

create ineguality in employment op- S
portunity due to discrimination on the

basis -of race, religion, sex, or national
origin.and to strike at the entire spec-
trum of- disparate treatment of men
and women resulting from sex stereo-

Mr. President, wage discrimination is
now clearly unlswful under title VIL
That conclusion was reiterated earlier
this month in a Federal district court
case, Washington Federation of .State
Employees against State .0of Washing-

. ton, involving the wage-setting prac-.

tices of the State of ‘Washington. The

with the most vigorous commitment to -

~likely to be & long and tedious one.’
" have not been eliminated. Attainment -

issue of costs
is discussed, it is important to remem- -

rounding the comparable worth prob-.

::;y encouraging young women to enter:

opportunities may exist for young  <district court held the State of-Wash-
women just entering or about to enter ington in violation of title VII for set-
the work force, those women who have ting the wages in job categories domi-
already acquired years of education, ' nated by women ‘below t!le levels paid -
training, and experience in fields like “in other categories requiring compara- -
teaching or nursing should not be re- ble skills and background. - :
quired to abandon those career invest- ©  Private litigants throughout the
ments in order to earn & decent wage. country . are bringing similar cases
Finally, unless we resolve once and before the courts. A number of States
for all the embivalence about the and local governmental entities have
value of female workers that underlies recently passed laws or enacted ordi-
the comparable worth problem, the in- nances to eliminate wage inequities or
equities are npot likely~to end. Indeed, . mendate job evaluations to determine

as more and more women enter & new the relative worth of job classifics- B

field, the wages there zre likely to tions. My own State of California has

_become depressed. History has already been in the forefront, enecting in 1981
. demonstrated this to be ‘true.-For ex-

& new law requiring compsarable worth

ample, bank tellers were once univer- issues to be censidered in wage negoti-

- sally male. The job then represented & 'ations with State -employees and re-

‘reletively well-trained position on the - quiring ennusl reports on the progress

- career ladder to higher management that is being made in eliminating wage

in the.-banking field. Today, bank tell- inequities. A number of - Csalifornia
ers are predominantly femsale and the cities and counties have taken similar

wages and advancement oppertunities actions. Connecticut has epacted a law

have been curtailed accordingly.. The requiring a statewide review of -job~
value of & job should not decrease just .classifications for -comparable worth
because more women fill the positions. purposes, and Minnesota has adopted
GUNTHER V. COUNTY OF WASHINGTON - legislation requiring the State employ-

Mr. President, until 1881, there was ment relations commissioner to pre-
some disagreement as to the interrela- pare, applying comparable worth con-

. tionship of the Equal Pay Act, with its cepts, a listing of State jobs affected

scope limited to matters relating to by pay inequities and to eermark
equal pay for equal work, and the funds for needed adjustments. In testi-
broader. coverage of title VII of the mony presented last year at hearings
Civil Rights Act of 1964 with respect of three subcommittees of the House
to discrimination on the basis of sex in . Committee on Post Office and Civil
2]l aspects of employment, including Service on pay equity, it was reported
compensation. Some argued that the that some-25 States and local govern-

-~
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ments “including Michigan, Washing:."
ton, Illinois, Maine, and Wisconsin had -
funded job-evaluation studies to iden-
tify the extent of wage depression in
femsale-dominated jobs. The Hawaii
Legislature has passed comparable

worth resolutions, requesting that all -

erployers, both public-and private,-
-adopt a concept of equal pay for work
of comparablie value. -
worth has also become a major issue:
- in collective bargaining activities. - . -
- * FEDERAL ENPORCEMENT ACTIVITIES o
However, despite the considerabie
activity taking place in the States and .
.- in the courts, Federal efforts .in this. .
area are at a virtual standstill. Prior to.-
. the Reagan ‘administration, .the -two -
-agencies with primary responsibility. -
for enforcement of Federal equal-em- .
- _ ployment opportunity laws and direc~-
~ tives—the Equal Employment Oppor-

* tunity - Commission—EEOC—and the .

Office.of Federal Contract Compliance -

Programs—QFCCP—in ' the Depart-
ment of Labor—had begun activities in .
- the .comparable Worth, area. EEOC.
. filed an amicus curiae brief on the side .-
of the plaintiffs in the Gunther case -
and commissioned the study I men--
tioned earlier by the National Acade-
my of Sciences into the area. In
August 1981, shortly after the Gun-
ther decision," EEOC, then under the
acting chairmanship of J. Clay Smith,’
issued interim guidelines to its field of- -
fices to assist in identifying and proc-
essing cases in light of the Gunther
Qecision. Similarly, OPCCP included -
. in regulations published in December
1989 language clarifying that the pro- -
hibitionr against employment discrimi-
nation by Federal contractors encom- >
passed wage differentials based upon
comparable worth principles. e
However, the Reagan administration -
immediately suspended those regula-
tions, and, under the Reagan-appoint--:
ed EEOC, work on comparable worth-.
cases appears to have ceased, effective-.
ly sabotaging  the- guidelines - issued
after Gunther: At the House hearing -
" last. year, the new chairman of .the:
- EEOC, Clarence Thomas, defended his -
agency's inaction by saying that the
Commission was “inr the legal arens, '
without specific guidance”™ and he was ..
" “unsure” whether the agency had au-°
- thority -to process. certain of these’
Mr. President, EEOC is specifically
charged with the responsibility of pro--'
viding  leadership in matters relating -
to equal employment opportunity. If -
the ‘agency is not able to exert that
leadership, then Congress must -pro- -
vide a push that is needed. The legisla- -
tion I am-introducing today is aimed
at providing EEOC and OFCCP with .
the specific guidance -whiech seems to :
be necessary in order to get these .
agencies to enforce fully and agressive---
ly the Federal laws and directives re- .
lating to. unlawful empioyment prac- -
* tices. The Federal Government ought
to be playing a major and active role :
in helping to eliminate discriminatory
wage-setting practices. - - .. -
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‘paigd on the basis of 2 job

" JOB-EVALUATION TECHNIQUES. -
Mr. President, before I describe the
specific provisions of the legislation I
am introducing today, I want to take a
few moments to discuss & specific issue

related to the elimination of unlawful °
wage discrimination—utilization of ob--

jective job-evaluation techniques.
As 1 indicated earlier, objective job-
evaluation techniques have been uti-

lized for many years by employers in-
~ both the public and private sectors as-
- & basis for job classifications-and wage

rates. Job-evaluation techniques pro-

vide, through numerical rating sys--

tems, standards -and measures of job
worth that are used to estimate the

rejative worth. of jobs. It has been re--

ported that almost two-thirds of the
adult working population “sre already
-evaluation
scheme, and that virtually every large
employer; including Federal and State

governments, uses some objective job- -
evaluation' system to determinme’ the-

relative worth or grade level of each
job classification”- - - R
‘In a job-evaluation plan, pay ranges

for-a job are based on estimates of the -

worth of the jobs according to such
criteria as the skill, effort, and respon-

sibility reguired by the job and the

working conditions under which ‘it is
perforrmed. Pay for an- individual,
within the pay range, is set by the
worker's - individual characteristics,
such as-credentials, seniority, produc-
tivity, and quality of job-performance.

Job-evaluation systems vary from em--
ployer to employer, both in terms of
the “criterla used =zrd the . relative
weights.. However, the concept of nu-
merical rating and ‘comparative mea- .

surement of different jobs. is common
to all job-evaluation systems. -
The National Academy of "Sciences

observed in Women, Work and Wages: -

Equal Pay for Jobs of Equal Value
that—"- = ’ C

Job evaluation plans provide measures of, .

Job worth that, under certain ci

circumstances,
maybeusedwdiscoverandredtmwage,
discrimination - for persons covered by a.
given plan. Job evaluation plans provide a -
way of systematically rewarding jobs for

their conient—for the skill. effort, and re-

sponsibility they entail apd the conditions

under which. they are performed. By making
the criteria of compensation explicit and by
2pplying the criteria consistertly, it is prob-
able that pay: differentials resulting from
traditional stereotypes regarding the value

of women’s work or work cu.stonia.riiyddpne*

by minorities will be reduced. .- -

" 'Mr. President, the National Acade:
my of Sciences study went 6n to state -

that existing job-evaluation - tech-

nigues - were' by po-means perfect.

Many incorporated into them factors
associated with sex, race, or ethnicity,

and many - utilized actual wages to.

figure into the computations, thereby
perpetuating existing inequities. Other

versally were also raised. The Acade-

my concluded, nevertheless, that sta--
tistical techniques exist that may be'

able to generate job worth scores from

. which-components of wages associated

NATE

with sex, race, or ethnicity have been - <3
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at least partly removed. The Academy 3
urged that these techniques be further
developed, © - o . . T N
It is also important to note that in .35
many, cases, where the employer has
uti¥fzed a job-evaluatior plan to estab-
lish the comparative worth of differ-
ent jobs, the employer Has simply
chosen not to apply the results of its
own: evaluation to the wages of the .
female workers. For example, in the "
Gurther case the employer arbitrarily
paid the female workers 20 percent

-less than the employer’s own job eval-
-uatigm had determired was the coms:-

parative worth of the-jobs. The law is:-

: clear that employers must.abide by .

the results of their own.reasonable
job-ewaluation ‘systems.. What . is.-

,heeded is for the law to be enforced.”
- Finally, Mr. President,’it should: be-

noted that the failure of an employer :
to wtilize 2 job-evaluation system to -
set wages can give rise to an inference

" of imientional discrimination. In- one B
-case brought under the Equal Pay Act,

Tcpior v. Charley Brothers, a Penpsyl-,
vania district court found that an em-
ployer’s intent to discriminate against.
femzie employees could be inferred
fromm the fact, among other things, .
that # had pot undertaken any evalua-.
tiom that would -have indicated. the’
valoe of jobs held by either men or:
women. Employers seeking to avoid
the impact of the Gunther. decision by-
refosing to do their own objective job
evaimations certainly run the risk of -
thereby providing evidence -of Intenp--
tionzll discrimibation. . . .- 1. -
.77 OUTLINE Or LEGISLATYON (10
' Mr. President, as I indicated at the -
outset, the legislation-I.am introduc- :
ing-today is aimed at compelling those >
Fedewal agencies responsible for en- .

_forcemment of Federal equal employ- .,
ment opportumity laws to begin an ag- - -
- gressive campaign to .enforce - those .
. laws and help bring about an end to
. wage - discrimination : against - female--

workers. Certainly this could be ac- >:
compilished by the’executive branch :

. witlrout a. congressional mandate. The -

President could through issuznce of-

. an Executive order achieve the same & .
ends. The law already prohibits wage : -

discrimination. But. the law is not self- :
exeaning_’ R
Urnfortunately, - under . the

current

admimistration it is highly unbkely: = -

that such actions will voluntarily take .

place. Nevertheless, Congress has the-- . =
power and the authority to direct”

these - agencies . to take sappropriate .-
action. Enactrment of this legislation w
would provide the congressional! man-

Gate- that .is evidently necessary to™ .-
-bring about Federal: action in this -
problems-in applying these plans uni- -

arez. X do not believe that it is fair or °
appropriate to rely solely upon private -
litigants to enforce the law. The Fed- °
eral Goverriment has a role and re- -
spoosibility to fulfill. It is time it did ;
S0. - - R -t E A N
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. smnxy 0? PROV!SIONS PAY EQUH'Y

1983~

M. P:wdezzt I would Iike to out.hne
the provisions of the bill:

of 1683~
ings and purposes of the act. The find-

ezrnings gep between male and female
workers, its causes and impact upon
individuals and our economy, and the
" failure of appropriate Federal agencies
, to enforce spplicable laws and direc-
.. . tives. The expressed purpose of the act
<. is to heip eliminate discriminatory
wage-setting - practices and resulting
Aiscriminstory wage differentials py:
= .first, providing for -the development
- and utilization of eguitable job-evalna-
.~ tion techniques to promote the estab-

the employee and thereby insure that

worth; second, directing ‘the Federal

_ty for enforcement of Federal equal
employment opportunity lews to help

practices and discriminstory wage dif-
- and private emplovers to use egujtable
" “job~evaluation techniques in order to
eliminzate discriminzatory wage-setting

ferentizls; and fourth, bringing the
Federal Government's wage-setiing

Reform Act which provides that equsal
pey should be provided for work of

ployees.
‘Section 3 would set forth demeons
of the various terms utilized in the act.

= tions {o be taken by the Equal Em-

'ien.tzng to equsl employment laws. Its
monaction on .the -important "and

y import,s.n_t contributions to the
opment of equel employment op-

es contributed to the development
- utilization of wvalidated 'testing

role with respect to the_devel-

-~

- . Section 1 would -establish the short .
title of the bxn as’ the "Pay Equxty ActA

" Section 2 would set forth the find
ings - pertain to the existence of the .

lishment of wage rates based upon the
waork performed rather than the sex of -

all empioyees, irrespective of sex, or-
race, or ethnicity, will receive compa-
- rable pay for ~workcf comparsbie -
" agencies charged with the responsibili-

eliminate discriminatory wage-setting-
- ferentials; third, -encouraging public

-practices and discriminstory wege dif- -

.practices inio compliance with the-
_purpose of the proposed act and the-
provision of the 1978 Civil Service

equel value performed by Federal em-

Section 4 would set forth specific ac-
+'ploymez1t. Opporumxty Commmhon—.

e Federza! Government ‘on msatters’

.ttssneofpayequtyismercus :

atory wage-setting practices..
the past, the Commission has made -

ures. It showid be fulfilling a

Approved For Release 2008/01/28 CIA RDP85BO1 152R001001350062 2

NONLDOI\JIN ML DVCAATALLS =7 Rl N

opment and utilization- .of. equitable
job-evaluation techniques. Instead, the

Commission's policy seems to be to sit

back and swait the piecemeal develop-
ment of these issues by ‘private liti-
gants and the courts. This is an sbro-
gation of executive bra.nch responsnbu-
ity under title VIL - -/

" In order to sassure a.ppropnate oo—
ordination -between the Commission
and the Depsartment of Labor's Office
of Federal Contract Complicance Pro-
grams—-OPCCP—sectmn 4 of the bill
would specifically reguire consultation
with OFCCP in the promuigation of

the Federal guidelines. Section 4 2150
-would direct the Commission to devel-

--0p &nd carry out.e continuing program

‘of education, information, and techni--

cal assistance with respect to the

elimination of discriminalory wage-

setting - practices &nd discriminatory

evaluation techniques. -, -

quate congressionsl -oversight, sectio_n
4 contains- provisions - directing the

Commission's efforts is to be included
‘in the report along with inclusion of

such recommendstions  for statuvory .
changes or sdministrative action, or

th, "as the Commission considers
necessary to effectuate the purpose of
the proposed ‘act. The reguirements
with respect to this report have been

.made ratber detaiied in light of the:

fact that the Commission has shown,

no willingness voluntarily to take any.

action in this zrea. -

Commxmon to undertske a study of
the Federal system for estsblishing
pay grades for Federal employees to
-Getermine whether that system satis-

fies the dGefmition of &n equitsbie job-

evaluation system as proposed in the
bill In 1878, ir enacting the Civil Serv-

‘jce Reform.Act, the Congress explicit--
ly provided in section 101(a) of that-

-act—5 U.S.C. 2301(b)(2X3)—that egual

- pay ‘should be provided for work of
"-equal value in the Federel work force.

Yet, at the house hearings last vear, -
. ‘the Director 0f the Office of Person-'
" Mansgement—OPM—admitted
that the system being used had not

nel

been reviewed for seex bias-Numerous
other witnesses testified gt those hear-
ings es to the inherent bias in the Fed-

eral classification system, which is-de-

rived from the system in existence in
1823,

derteke &an evaluation of its own
cvstem, section 4 wounld direct EEOC

* to do so. The Commission Wes given

the responsibility for enforcement of
equzl employment opportunity laws
within the Pederzl work force in the
1878 EEO reorganization. Mandating

wage . differentials and. the - develop-,.
ment and utilization of. eqmtable )ob—.

Mr. President, in ordef to msure sde~ S

. _ wage reates,
Since OPM s.ppears unm.ely to un-,

its involvement in this area is clearly.

<

view of the vacuum that exists.

. Section 5-would set forth dxrectwes :
to the Secretary of Labor, acting
through OFCCP, with regard to Fed-
eral contractors. One primary way in
which the Pederal Government has
sought to eliminate discrimination in
employment is to obligate businesses
theat do contract work for the Federal
Government or whose contracts are
funded” with ¥Federzal financial- assist-
ance to insure nondiscrimination with

-regard to employment practices ard to =

take affirmetive steps to provide equal *

employment opportunities throughout
&1} of their activitieS as a condition of

fhe contract.’ Executive Order 11246, -

promuigated by President Johnson.in o

1965, provides this basic directive end
requires that Federzal contractors meet

-these _requirements. The lead agency.. -

for -enforcement.. of :this ' Executive

.order is ‘the Deps.runent of I.a.bor. o
.through OFCCP. - ;.. .. 3 o
;- Section_ 5 -would spectﬁca.\ly dJrect"
. the Secretary-of Labor, acting through

 Co fssion to Xe ualreportsto;'opccp 1o issue guidelines to require.

the President and Congress on the -
steps it hes taken and plans to take to

carry out.the proposed act. A seli-eval-
ustion of .the effectiveness .of the’

_Feoeml contractors ‘to- identify and\

ierentials. Those guidelines would be
issued after and-should be consistent
with -the..guidelines . required .to be-.
issued by EEQOC under section 4. Sec-
‘tion 5 also requires that such OFCCP
guidelines also provide . that Federal .

. contractors reguired to submit written
- affirmative action plans-or updates of.

existing 6plsms mclude in such plansor -

“updates—within 2 year. - after - the
-guidelines are issued—a review of the

employer's wegesetting practices, an
‘jdentification of any discriminstion in

Finally, Son 4 would require t.he.' those practices, and a plan of action to

correct such discrimination. Section S
would also strongiy encourage these
contractors {o use equitable job-evaiu-
‘ation techniques by requiring compli-
ance reviews of pay equity for t.hose
who fzil todeso. :
Currently,
vide generally that Federzl contrac-
tors with more than 50-employees and -
s contract of more than $50,000 must.
submit a written affirmative . action -
pian snd require annual! updating of -
such plans. Section 5 would thus re-
quire ‘those contractors to include in
their written affirmative action plans

-.additional material relating to discrim-

inatory wage-setting practices and dis-
criminatory wage - differentizls. . Al- -
‘though the guidelines would not re-
quire every Federal coniractor to use
an equitable job-evalustion in setting
they  would provide &
strong stimuylus to doso. .- | .

Section 5 8iso would require t.he Sec-
retery of Labor to submit to the Presi-
Gent end Congress annual reports de-
scribing in detail the activities under-
taken by the Department (o carry out
the provisions of the proposed act.
Again, this reporting requirement is
‘designed to give Congress adequate in-
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formation to exercise its oversight re-
sponsibilities.

Section 6 would provide that each
Federal agency required under section
717 of the Civil Rights Act to submit
an equal employment opportunity
plan must include in such plan or

~ update of an existing plan information -

on its wage-setting practices and wage
differentials. Again, this is a written
plan already reguired to be prepared
uncder section . 717, this legislation
would simply add to what that plan is
required to include with respect to dis-
criminatory wage-setting practices and

: . discriminatory wage differentials. The.

- required information must be submit-
ted within 1 year of the date of enact,
ment.

- Finally, Mr President, section’ ' 7 -
would require the EEOC to provide
the President and Congress with a de-_

- teiled report on its enforcement actlvi-

" ties relating to the Equal Pay Act. The’

statistics relating to the average earn- -

ings of women indicate a continuing -

" failure to achieve equal pay for equal "
work. .Congress needs a clear under- -

standing of what the Commission has
been able to do since responsibility for -

Equal Pay ‘Act violations was trans-

ferred to it and of what was done by

the Department of Labor prior to the
transfer. Section 7 also would require
submission to the Congress of the De-
partment of Labor's comments on the

Comm.xssxonsreport. ST

’ . CONCLUSION .- . :
- Mr. President, pay equity is a matt.er

of fundamental fairness. It -is also a.

matter of economic necessity."

. Our Nation has increasingly been ex-
periencing what is graphically de--
" scribed as the feminization of poverty.

Two out of three adults in this Nation

living in poverty are women. As the -

National Advisory Council on Econom--

ic Opportunity has noted, “Poverty

among women is becoming one of the
- most compelling socxa.l facts of this
~decade.” :

Lack of pay for work of comparable

worth is a primary factor in producmg
- this poverty rate. -

. For men in .our society, poverty
~ often comes as & consequence.of job-
lessness and the way out of poverty is
- through employment. But many
women live in poverty even though
they already have jobs and are work-
ing full-time; their jobs just do not pay:
2 living wage. Almost 40 percent of the
fully employed women earn less than.
$10,000. In 1282, the poverty level for
a four-person family was $9,860. The-
poverty rate for families headed by a
full:time working woman is more than
- double that for households headed by -
full time working men.

The National Advisory Council on
Economic Opportunity also concluded
that If working women earned the
same wages that similarly qualified
men now earn, the number of families
living .in poverty would be cut in half.

Mr. President, elimination of dis-
- criminatory wage-setting .practices
that deny famale workers.a fair return :

N
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for their labor should be of paramount
importance to every American. The
issue of wage discrimination is not a
woman’s issue or & special interest
issue. It is a national issue. It goes to
the very heart of our national commit-
ment to the eradication of poverty,
our commitment to a just society, and
our commitment to revitalize our econ-
omy. Pay inequities must end. We
cannot afford the enormous societal
cost of allowing them to persist.

Mr. President, I ask unanimous con-
sent that the text of the legislation I
am introducing be prmted m the
REecorp at this.point.

There being no objection, the bill
was . ordered to be prmbed in the
RECORD as follows:

- . S. 1800 e :

Be it ‘enacted by the Se'nate and’ House of
Representatives of the United States of
America in Congress assembled, That this
Act may be clt.ed as the “Pay Equn:y Act, of
1983”, :

- sn'rzm'r or YENDINGS AND PURPOSE

SEc 2. (a) The Congress finds that— --

(1) the average earnings of - full-time, .

female workers are significantly lower than
the average eamings of smnlarly-sstuated
male workers;

(2) this average earnings differenual re-
sults, in significant part, because wages paid

- in occupational fields or job classifications

held predominantly by female workers are
lower than those paid in occupational fields
or job classifications held predominantly by

‘male workers, and this differential results’
from wage-setting practices based. on the -
sex of the employees, rather than any in-

trinsic differences in the comparable worth

. of the-job as measured by the education,

training, skills, experience, effort, responsi-

bility, or working condmons required for'

the job;

(3) as a .result of these dxscriminatory
wage differentials resulting from-discrimina-
tory wage-setting practices, many female
‘'workers are underpaid and undercompensat-
ed for their work efforts and thereby demed
equal employment opportunities;

(4) these discrimiratory wage-setting prac~
tices and wage differentials result in de-
pressing the wages, devaluing the work, and
lowering the  living standards of many
-female workers- and contribute to the in-
creasing pumbers of women and children
living at or near the poverty level and & con-
sequent increase in their need for various
forms of government assistance;

(5) the contributions of female workers‘

are vital to our economy, ang the continued
existence and tolerance of these discrimina-
tory wage-setting practices and wage differ-
entials prevent full utilization of the tal-
ents, skills, experience, and potential contri-

butions of female workers and result in the’

exploitation of these workers; e
(6) these discriminatory wsge-settmg prac-

tices and wage differentials persxst, despite .

-applicable state and federal equal employ-
mem opportunity laws and directives; .

* (7) the federal agencies charged with the
responsibility  for enforcement:of federal
equal employment opportunity laws and dir-

" ectives have failed to take action, pursuant .
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features and requ.irement.s of a parﬂcular >.

job, and additional efforts should be made

to develop, improve, and implement these

techniques so as to help eliminate discrimi-
natory wage-setting prwtnca and wage dif-
ferentials.

(b) Recognizing that the elimination of
discriminsatory wag&setung practices and
wage differentials is in the public interest,
the purpose of this Act is to help eliminate
such practices and differentials by—

(1) providing for the developmerit and ut.i-
lization of equitable job-evaluation tech-

niques that will promote the establishment

of wage rates based -upon the work per-
formed rather than the sex of the employee
and thereby help assure that all employees,

- frrespective of sex, race, or ethnicity, receive

comparable pay tor work of compa.rable
worth;

" "(2) providing -to those federal agencies
. charged with the responsibility for enforce- -
ment of federal equal employment opportu- .

nity laws and directives specific guidance

and .direction to help eliminate discrimina-. -
tory wage-_settlng prsct:lwc a.nd wage differ- o

entials;

(3) encoura.ging and snmulat.mg pubhc o
‘and private employers to eliminate discrimi- -
natory wage-setting practices and wage dif- —- - =

ferentials through the development and uti-
lization of equitable job-evaluation t.ech-
nigues im setting wage rates; and -

(4) bringing the federal govemments
wage-setting practices into compliance with

the purpose of this Act and the provision of

section 101(a) of the Civil Service Reform
Act of 1978, Public-Law 985-454 (5 U.S.C.
2301(bX}2X3)), which provides that equal

pay should be provided for work of equal o

value in iedera.l employment.
- .. . DEFINITIONS
Ssc 3.Asusedinthstct.theterm-——' C
(1) “*Commission™ means the Equal Em
ployment Opportunity Commission estab-: .

lished by section 705 of the Civil Rights Act.
of 1964 (42 U.S.C. 2000e-4);"

{(2) “Secretary” means the Secretary of
Labor; :

(3) “federal agency means a.ny agency of
the Federal Government or.the District of

Columbia, including any Executive agency -

as defined in section 105 of title 5, United
States Code, the United States Postal Serv-

ice and the Postal Rate Commission, and-

the Library of Congress, the General Ac-
counting Office, and the Otﬁce of 'I‘echno]-
ogy Assasment. -

(4) “discriminatory wage-settmg prac—
tices” means the setting of wage rates paid -
for jobs held predominantly by female
workers lower than those paid for jobs held

predominantly by ‘male workers although .

the work performed requires comparable

educationr, training, skills, experience,

effort, and responsibility, and is pertormed S

under comparable working conditions;
- (5) ‘*discriminatory --wage differentials™’
means different rates. of compensation re- -~

sulting from utilization ot dascmninatory

wage-setting practices;

(6) *job-evaluation, t.echnique" means an
objective method of d-berrmmng the com-
parative value of gifferent jobs utilizing a

_system which rates numerically the basic”
features and requirements of a particular

job, including such factors &s education,

to applicable such laws and directives, to training. skills, experience, effort, responsi-

seek to eliminate discriminatory wage-set-
ting practices and wage differentials; and

(8) objective job-evaluation techmques
now exist which ere utilized by_many public
and private employers to determine the

comparative value of different jobs through-

a system which numerically rates the basic

- bility, and working conditions; and

- (1) *equitable job-evaluation techmque"
means a job-evaluation technique which, to
the maximum extent feasible, does not in-

clude components for-determining the com-

parative value of a job that reflects the sex.
race, or ethnicity of the employee, -
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er 28, 1.9&9

. EQUAL ncrx.orxzn‘r omxmm

FEESSe ¢ (aX1) Not lster than nine months
a.tbef the da(e of the enactment of this Act,

«;.jp’?

N ,‘.'seaﬁa.ry {acting through the Office of Fed-
% -eral Contract Compliance Progrems in-the
C%’Depart.ment of Laber), shall pudlish in the

- Federal Register, for public review and corm-
&w proposed guidelines for the purpose
ol identifying and eliminating discriminato-
&g-yme-sewng practices rnd wage differen-
. Such guidelines shall incinde recom-

dauons for utilization of equitable job-
emluntion technigques to establish rates m
..%;mpmﬂm for employess.
:af"égr‘:{.)hoﬂater then-ope year a,lersuch en-
T L dzle, the Commzissicn, in togsulta-
£5%-tion with the Secretery (acting through the
ﬁ;om of Pederal Contract Compiiance Pro-
W’ shall publish finzl guidelines for the
parpose described in peragreph (1), 2
<{b)-dn order to effeciuete the purpose of
his &t the Commission shall develop and
carry out & continuing program of education

RS providing appropriute technicsl sssistance
-“mind0.-any public or privaie entity requesting
S5t such assistance {0 eliminsie Qiscriminatory

vase-semng pmct.ma and wege differen-

mission du:mg the preceding fiscal year to
ZCZITY out the provisions of subsection (b).
7g¥8uch report shell include an evaluation of
A‘!Tit.be effectiveness of sucb activities, 8 de-

~_?ﬁstamtorv changes or ad:mnstm.t.we action,
~%r~0f both, as the-Cammissior cansiGers neces-
Srrary to effectuste snch purposs.

BES4AX1) The Commission shall conduct a
.u-m of the system utilized under chapter’
% 1.of -title S, -United States Code, by the.
" of Personnel Mansgement (esizb-.
by chapter 11 of such title) to estab-:

lished
%hshmym for feceral employees in
—‘-aﬂ:rtadeﬁermmelfsurbsym satisfies
. definition in section Smofa.neanxzable
*Job evaluxtion system. -

idelines sre published under subsec-

TR

Xeits findings, in light of such guidelizes, with
ﬁm to the study undertaken pursusnt to
. @ parsgreph (1) snd shell provide & copy of
;é:Pmuxa Maregement. The report shall in-
*dme such recommendations for statutory
Aﬁnmese&dm.nﬂsnww sction, or both, as
Commission cansiders becessary 1o ef-
'-E{edznt.e the purpose of thic Act. -
- 13) Koz ixier than ninety days after recsiv-
%mawps of the report pursusnt to pera-

?:ecmph {2}, the Director of the Office of Per- .

_,;;-somel Mznsgement shall submit to the

t and the Congress a report .com-

Mmung on the Commission's repori and

X =pecifying tts intentions end the reasons

-ZZtherefor (and &s appropriate, the timetable

ﬁ“‘ommmnotmwtthe(:umn}s-
dons recommendations).

infoxmnon, imder wmc.h am other -
ong . is required by Federal law or directive to -

sobmit & written saffirmsative sction plan.
- shall (i) with respect to each such plen or-
update of each such plan submitied after-.

: {3) develop and implement 3 program for

.. tuste the purpose of this Act,
Not luter than six months efter the

Eartion (a)(‘) the Comrrission shali submit to -
L wnd the Corgress £ report of -

report Lo the Director of the Office of -

: CCQGRESSIONAL RECORD —SENA’I’

(&) J\omxhsmnding other provision

of taw, the Director of the Office of Person- -

nel Management and the hesd of each Fed- .
erel agency shall cooperate in il respects
with the Commission in connection with its
conduct of the study required under this

study &s the Commission mgy request. . -
CL FEDERAL CONTRACTS : .

Sm 5. (a)(1) Not lster than t.hirtv days
after the publicaiion -of finel guidelines
under section 4(a2)2), the Secretary.(acting

through toe Office of Federal Contract &
- Compliance Programs) shzll publish in the

Federal Register proposed guidelines {or the

purpose of requiring &ll contractors of the

United States to identify and eliminste dis-

such contractors to develop end utilize equi-

table job-evaluation fechnigues to esta.hlish

rates of compensation for employees; .
(B) provide that each such contractor that i

the publicstion of the final guidelines pub-
lished pursuent to paragraph (2), include in-
such plab or updzate 2 review and identifica-
tion ©of sany discriminatory wage-setting.
prectices and wage differentials witkin such

to eliminete any soch practices end differ-
entisls, or (ii) if sech contrector does not
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dent and the Congress a reportdesaibmg in
delall the activities of the Commission with

\

respect to eniorcement of the provisions of

the Equal Pay Act of 1963 (28 ©.S.C. 206(d))

since the date of transfer of authority for .
: " Equal Pay Act enforcement activities to the
subseciion and shall provide to the Commis- -
sion such data, reports, and documents in |
connection with the subject matter of such-

Comuruission . pursuant to Reorganzation::
Plzn No. 1 of 1878 Such report shall indude
w:threspecttomchacuvmes—

(1) icformsation on the number of com-~-
".. plaints received and processed by the Com- .

mission, tbeir disposition. and the allocation -
of CommmonresourcatoEqualeyAct
enforcement activities; -

{2) u -comparision of the msposxﬁon oi.
and ellocation of recources to these cases by
the Commission to the disposition of, and '
allocation of resources to, similer cases by

" the Department of Labor prior to the trans-

criminatory wage-setling practices and wage
. differentials. Such guidelines shall— -
" (A include provisicns to encourege el

fer of such responsibn.ﬁes to t.be coxmms»

- - sion; and -

(3) sny recommendaﬁons Ior statutory
chenges or administrative action. or both, as .
the Comomission considers necessary t.o
cerryomt.hemvismmotsuchActsndei-
fectuate the purpose of this Act.’- - 157

(b)) Not h&ert.hanmnetydxssaﬂerthe
date ‘of -the submission of the report re- -

quired by subsettion (z), the Secretary shan,, g

submit to the President and the Coagress & -
report commenting -on the . Commission’s
report and contzining such recommenda-"

: tions for statutory -chenges or edministra. °

twe sction, or both, &s the Secretary consid- -
necessary to carry out the prorvisions of -

- contractor’s 1abor force and a plan of action . such Act and efiwtuam the purpose of thz.s

Act.

submit such pian or updete within one year™

after such publication date, submit, witBin

-such one-year peniod, an amendment to its |

existing plan which shall include the infor-.

- meation described in subclsuse (i); end

<C) provide for compliance reviews of any

. such contrsctor that has fsiled to.utilize

equitable job-eveluation techniques in sea-
ting wage rates for emloyees.’

(2) Not later thansixty days after pubhm- )
- tion of the proposed guidelines under para-
. graph (1), the Secretary shsall publish firral

gmdelmesiormepmposedambedmpm
graph (1). -

(b)OnFehrua.ryLlsss a.ndannu&uy
thereafter, the Secretary shell submit to

‘the President and the Congress & report de-
scriving In detail the activities imdertaken .

durmgtbeprececmgﬁscalyearandtobe
undertaken during the fiscal yesr in which

"the report is submifted by the -Office of
pur-

Federal Contract Compliance Programs
suant to subsection (a). Such report shall in--

-clude such recommendstions for statutory

changes or sdministrative actior, or both, 8s--
the Secretary considers necassa.ry w elfec- ..

YIDERAL DEPARTMERTS um AGERCIES -
Sec. 6. Fach federal agency responsxhle tor

* submitting &n equzal employment opporiuni-

ty pian pursuant to section 717 of the Civil
Rights Act of 1964 (42 U.8.C, 2000e-16) shall
inciude, in each suck plan or update of such -
plan submitted to the Commission after the
dste of the epsciment cof this section, s
review angd identification of eny discrimins-

- tory wage-setting practices snd wage differ-

entisls with respect to its lsbor force and a
‘plan of action to eliminate any such prac-
tices and differentizls. . Any such agency
which does not submit such plan or update
within one yeer after such enactment date

‘shall, not iater than one year sfter such en-
- new mo

.dipary mo

sctment date, submit an rmendment to its

exisiing plan which shall include the infor-

mation deecribed_ in the preceding sentence.
EQUAL PAY ACT REPORT '

Sec. 7. (8) Not later than October 1. 1984,
~.1830's. . This mo!

the Commission shall submit to the Presi-

~

- the return of single-digit mo

... University regent and U.S-
.. man. After iengthy study X

. ByMLr ARMSTRONG:
S. 1802215 a.menatheinternal

Revénue Code of 1854 to ixveat price. -
'to the Com-, U

level adjusted mortga
mittee on]“inance.' -

N ‘PRICE LEVEL E0 MOM
o Nr. ARMST ONG. Mr. Prsldent,
imagine ~the Tetwwrn  of smgle-dxgzt
homefuortgage rates this decade. -

Imigine how many homes would be
built, the pumber of jebs crested, the
millions of Americensxwhose dream of
home ownership would com€trpe with
EEgESs. |

Wishful thinking? No.

It could be reslity th 2 new mort- -
gage concept kx1d6wn &s price level ad--
justed mertgages (Plams) a.nd a szmple
change'in Federsl tax law. . .

- Thig xdea was suggested to me-some
time ag-b . Byron L. Johnson—san
economist, t.eac i ey Golora.do
ONgress-

SIS

vineedthax!’lamsman‘ whose

time has come. -

Dr. Johnson spd™l are not the only
ones who are-§old on Plams. They are .
elso endgrSed by Dr. Milton Fnedman.
Nobel lgureste; Dr.- Herman Kahn,.
founder of the Hudson Institute; the
Federsl Home~Losn Bank Board; the ’
Uteh State Retired

that Plams csn permanently revitelize
the Nation's housing markefpisce.
To understand {he~beauty of t.ms
cok first at today's or-
gages. The conventionsl
mortgege—where
repaid in equal monfhly-payments
over 30 years—was firsieffered in the
gete muade housing

Approved For Release 2008/01/28 : CIA-RDP85B01152R001001350062-2

B COn- - .

R, System; snd-
.many, many others. Thex gll agree-

_home . joan is -




